Despite the fact that much research on factors influencing auditor judgment has been carried out, job cognition and personality type have received little attention from behavioral researches. This study aims to investigate empirical evidence of the effect of job cognition and personality type on auditor judgment. Mail questionnaires were used to collect data from auditors working at public accounting firms in Jakarta and Surabaya.The multiple regression analysis conducted to test the research hypotheses shows that personality type significantly influences auditor judgment. However, the research does not find any empirical evidence that job cognition has a significant effect on auditor judgment.
INTRODUCTION
Since the Enron scandal in 2001, there has been a growing interest in issues relating to auditor judgment. Auditor judgment is defined as "any decision or evaluation made by an auditor, which influences or governs the process and outcome of an audit of financial statements" (Wedemeyer, 2010, p.320) .
This judgment includes assessing the risks of material misstatements of financial statements, performing audit procedures to address those risks, evaluating audit evidence, and forming an opinion on the financial statements. A uditor judgment is of crucial importance in the audit of financial statements, because it directly determines audit quality (Wedemeyer, 2010) . For this reason, much research has been undertaken to examine the factors that influence auditor judgment.
Nevertheless, much research undertaken so far on auditor judgment has overlooked the significance of job cognition, which is an essential component of job satisfaction. Job cognition has long been known to be related to major employee variables, such as employee commitment, turnover and performance (Tekell, 2008 ). Cognitions are often described as "the content of thoughts or beliefs about an att itude object or statement of fact in question, usually in comparison to a standard or expectation" (Tekell, 2008, p.5) .
A discrepancy between expectation and reality may lead to dissatisfaction and,in turn, poor performance. For example, an auditor who expects a certain level of autonomy but finds himself being overly micro-managed by his manager may feel dissatisfied with his job, which in turn may negatively affect his audit judgment.
In addition to the significant role of cognitions, research has also suggested that personality does influence decision making by individuals (Robbins & Judge, 2013) . According to Friedman and Rosenman (1974) , who introduced Type A and Type B personality theory, people with Type A personality tend to be very ambitious, competitive, achievementoriented, impatient, anxiousand rigidlyorganized.In contrast, Type B individuals are more relaxed, non-competitive,and experience lower levels of stress and anxiety.Based on this theory of personality, auditors with Type A personality are suspected to have a high commitment and tendency to avoid failure, and thus are more likely to strictly follow audit standards and guidelines in making their judgment.
Unfortunately, despite the important role of job cognition and personality variables in decision-making, job cognition and personality have received very little attention from behavioral researchers. For many years, research on factors influencing auditor judgment has mainly been focused on extrinsic rewards such as financial incentives (e.g. Arifuddin, 2014; Bonner & Sprinkle, 2002; Lee, 2012; MohdSanusi &Mohd-Iskandar, 2006) , while research on personality and auditor judgment is still very little (e.g. Kristianti, 2012) . Therefore, this present research aims to fill this existing gap in research literature on auditor judgment by finding evidence on whether job cognition and personality type influence auditor judgment. The results of this study will provide new insights and a better understanding of the factors that affect auditor decision making, and also help audit firms in improvingtraining programs to enhance auditor judgment.
LITERATURE REVIEW AND HYPO-THES E S DEVELOPMENT Auditor Judgment Wedemeyer (2010, p. 320 ) defines auditor judgment as: "any decision or evaluation made by an auditor, which influences or governs the process and outcome of an audit of financial statements".
Auditor judgment is regarded as the most essential element of the preparation and auditing of financial statements, because it strongly and directly influences audit quality, which is "the degree to which an audit provides a basis for belief that financial statements do not contain material misstatements after the completion of the audit" (Wedemeyer, 2010) .
The quality of auditor judgment is important because not only can it affect the professional reputation of the auditor, but it can also impact other stakeholders, such as employees, investors, and various organizations (Mala & Chand, 2015) . Professional judgments that an auditor should make in the audit of financial statements include (Wedemeyer, 2010) : 1) The assessment of the risks of material misstatements of financial statements, including the potential effects of fraud, bias and business risk.
2) The identification, performance and assessment of audit procedures to address those risks.
3) The evaluation of audit evidence to determine the quality and meaning of that evidence and to assess the need for additional evidence based on the process. 4) The formation of an opinion on the financial statements and the decision whether or not to express that opinion.
The judgments that are made by competent auditors could reasonably vary, although they may use the same facts (Martinov-Bennie & Pflugrath, 2009; Wedemeyer, 2010) . This suggests that auditor judgment may be influenced by many factors. For this reason, much research has been undertaken to understand the factors that influence auditor judgment. For example, a research done by Mohd-Sanusi and Mohd-Iskandar (2006) showsthat there is a pos itive relationship between performance incentive variables (financial incentives and feedback) and audit judgment performance.Other research (e.g. Arifuddin, 2014; Bonner & Sprinkle, 2002; Lee, 2012) also shows support for the relationship between financial incentives and auditor judgment. In another study, Haron, Hartadi, Ansari, dan Ismail (2009) find evidence that auditor judgment on going concern opinion is affected by the financial indicators, evidence, and disclosure. Meanwhile, Järvinen's (2012) study reveals that auditor experience (i.e. experience in years) affectsthe auditor decision-making process, particularly from the information acquisition and usage perspective. Nevertheless, the significance of job cognition has been overlooked by research so far conducted on factors affecting auditor judgment.
Job Cognition and Auditor Judgment
Cognitions are regarded as a significant element of job satisfaction (Tekell, 2008) . They are often described as "the content of thoughts or beliefs about an attitude object or statement of fact in question, usually in comparison to a standard or expectation" (Tekell, 2008, p.5 ).
One's job cognition reflects the degree to which job facets (e.g. salary, appreciation, job condition, and career advancement opportunities) are deemed satisfactory when the individual evaluate s and compares them with his own objectives.A low level of job cognition, that is, when a discrepancy between expectation and reality occurs, may lead to low job satisfaction and, in turn, poor performance. For example, an auditor who expects a certain level of autonomy but finds himself being overly micro-managed by his manager may feel dissatisfied with his job. This in turn may result in a poor audit judgment and poor audit quality.
Sahuand Pathardikar (2014) categorize job cognitions into two variables, namely intrinsic job cognitions and extrinsic job cognitions. Intrinsic job cognitions are the inner desire to use competencies and abilities in the job, whereas extrinsic job cognitions are the extrinsic elements of the job at workplace, such as supervisors' influence, amount of work, opportunities to grow, recognition, and interpersonal relations (Sahu&Pathardikar, 2014, p. 3). Sahu and Pathardikar (2014) also argue that the performance of employees may vary despite the fact that they are provided with similar benefits, and this may be caused by the difference in the level of job cognition of each individual employee. In the same way, auditors provided with, for example, the same financial incentives may make different judgments, due to different job cognition levels that affect each individual audit or.
Job cognition plays an important role in the workplace, because "cognition of one's job or job experience influences positive emotions and these emotions or perceptions affect performance" (Sahu & Pathardikar, 2014, p. 3) .
Job cognition has long been known to be related to major employee outcomes, such as employee behavior, commitment, turnover and performance (Tekell, 2008) . The results of Moorman's (1993) research, for example, find evidence that job cognitionis strongly related to organizational citizenship behavior (OCB). Lee and Allen (2002) also show support for the strong correlation between job cognition and OCB. Meanwhile, a research conducted by Sahu and Pathardikar (2014) suggests that extrinsic job cognitions influence organizational attachment.
Despite the fact that much research o njob cognition has been undertaken for many years, the relationship between job cognition and audit or judgment has been overlooked by behavioral researchers. Therefore, the present research seeks to find evidence of the influence of job cognition on auditor judgment. Since previous research has shown that job cognition has a strong correlation with major employee outcomes (e.g. Lee & Allen, 2002; Moorman, 1993; Sahu & Pathardikar, 2014) , it is expected that auditors' cognition of their job will affect their audit judgments. Thus, the first hypothesis of this research is formulated as follows: Hypothesis 1 (H1): Job cognition will significantly affect auditor judgment.
Personality Type and Auditor Judgment
Research on personality and decision making suggests that personality does influence decision making by individuals (Robbins & Judge, 2013) . Gordon Allport (Robbins & Judge, 2013, p. 167) , in the most frequently cited definition of personality, states that personality is "the dynamic organization within the individual of those psychophysical systems that determine his unique adjustments to his environment."
In this definition, personality is seen as the ways an individual reacts to and interacts with other people. Friedman and Rosenman (1974) introduced Type A and Type B personality theory, in which they categorize personality into two types, namely Type A and Type B personalities. People with Type A personality are described to be very ambitious, competitive, achievement-oriented, impatient, anxious and rigidly-organized. These individuals generally have a strong desire to overcome challenges and achieve their goals. In contrast, Type B individuals are more relaxed, non-competitive, and experience lower levels of stress and anxiety. Based on this theory of personality, auditors with Type A personality are suspected to have a high commitment and tendency to avoid failure, and thus are more likely to strictly follow professional standards and guidelines in making their judgment.
A number of behavioral studies have investigated whether auditor personality and individual characteristics affect auditor behavior. For instance, a study by Iswari and Kusuma (2013) shows that personality type has a moderating effect on the influence of organizational professional conflict on auditor professional judgment. Utami and Nahartyo (2013) find evidence that Type A personality intensifies the influence of role conflict and role overload on auditor burnout. This means that, due to their tendency to experience anxiety and impatience, auditors with Type A personality are more susceptible to work-related stress. Meanwhile, Kristianti (2012) finds no evidence that support s the influence of personality on auditor judgment. Overall, the results of research done so far on the relationship between auditor personality and auditor behavior are still inconclusive, and more studies are needed.
Despite the inconclusive results and the lack of research on the auditor personalityauditor behavior relation, some research has confirmed that there is a relationship between Type A personality and ethical orientation. For instance, Rayburn and Rayburn (1996) find evidence that Type A personalities are more ethically-oriented than Type B personalities. This conclusion is also supported by the research findings of Chadegani, Mohamed and Iskandar (2015) that show a significant relationship between auditor personality and auditor intention to report errors. The study demonstrates that , arguably due to their high co mmitment to the profession, auditors with Type A personality have more intention to report errors than their Type B counterparts.Based on the results of these studies, together with Type A and Type B personality theory proposed by Friedman and Rosenman (1974) , it can be argued that auditors with Type A personality, who are more achievement-oriented, ethicaloriented, and tend to avoid failure, are more likely to make higher quality professional judgments than Type B auditors. Therefore, auditors with a greater tendency toward Type A personality is expected toproduce higher quality auditor judgment, as stated in the second research hypothesis below: Hypothesis 2 (H2): Tendency toward Type A personality will significantly affectauditor judgment.
RESEARCH METHODS Sample and Data
The population of this research is all auditors working at public accounting firms in Indonesia, while the sample comprises auditors working at public accounting firms in Jakarta and Surabaya. Auditors in Jakarta and Surabaya were selected as samples, because these cities are Indonesia's two largest cities by population according to the survey conducted by the Ministry of Health Republic of Indonesia (Kementerian Kesehatan Republik Indonesia,2014), and many head offices of major audit firms are located in these two cities. By using convenience sampling method, one hundred mail questionnaires were sent out to respondents, from which 45 responses were received, representing a response rate of 45%. From a total of 45 respondents, 26 (58%)were male and 19 (42%)were female. Most of them were aged between 25 and 30 (38%) and below 25 (36%). Thirty-five respondents (78%) had attained undergraduate degree, and 6respondents (13%) had received master's degree. Fifty-one percent of the respondents were junior auditors, 38% were senior auditors, while the others were assistant managers (4%), senior managers (4%), and a director (2%). Table 1 summarizes the demographic profile of the respondents.
Research Instrument
This research uses structured questionnaires as its instrument to collect data from auditors. The questionnaire is divided into four sections, namely section A, section B, section C, and section D. Section A collects individuals' demographic information, like sex, age, education and the position they hold at the public accounting firm. Section B assessesthe personality type of auditors by using 17items on sevenpoint Likert-type scales,which are a modified version of the Jenkins Activity Survey and were used by Iswari and Kusuma (2013) and Utami and Nahartyo (2013) . In this section, participantswere required to indicate their levels of agreement or disagreement for 17 statements on a 7-point scale, where 1 = strongly disagree, 2 = disagree, 3 = somewhat disagree, 4 = neither agree nor disagree, 5 = somewhat agree, 6 = agree, and 7 = strongly agree. Item responses were then summed to create a total score for personality type, with 119 being the highest possible score. A high score indicates a greater tendency toward Type A personality.
Section C employsan instrument developed by Dyne, Graham,and Dienesch in the Mas'ud ( 2004) to measure the level of job cognition of auditors. It contains 20 items on the same seven-point Likert-type scalesused in section B. The maximum possible score for this variable is 20 x 7 = 140 points, with high scores indicating greater levels of job cognition.Section D measures the quality of auditor judgment by utilizing the instrument used by Jamilah, Fanani, and Chandrarin (2007) . This instrument consists of five case scenarios, with one question for each case scenario, in which the participants were required to indicate their responses on a seven-point Likert-type scales, where 1 = very unlikely, 2 = unlikely, 3 = somewhat unlikely, 4 = undecided, 5 = somewhat likely, 6 = likely, and 7 = very likely. A total score for auditor judgment was acquired bysumming the item responses. The highest possible score for this variable is 5 x 7 = 35 points.A high scoresuggests a high quality auditor judgment, while a low score indicates a low quality auditor judgment.
RESULTS AND DISCUSSION Validity Test
The validity of research instruments is tested by using the Pearson product-moment correlation coefficient, where they will be considered valid if the Pearson correlation value is greater than 0.3 (Arifuddin, 2014) . The test results show that the Pearson correlation values of the instruments for all three variables are greater than 0.3. Therefore, the instruments of this research are declared valid. These results are presented in Table 2 .
Reliability Test
Research instruments are generally considered reliable if Cronbach's Alpha is greater than 0.6 (Arifuddin, 2014; Chadegani, Mohamed &Iskandar, 2015; Iswari & Kusuma, 2013; Utami & Nahartyo, 2013) . The reliability test of this research shows that the values of Cronbach's Alpha of the research instruments for all three variables are greater than 0.6, and thus are reliable. These reliability statistics are presented in Table 3 . Table 4 .
Hypotheses Test Results and Interpretation
From the multiple regression analysis undertaken to test the research hypotheses,three results are obtained. First, the model summary presented in Table 5 provides a measure of the quality of the prediction of the dependent variable (i.e. auditor judgment). The coefficient of determination (R 2 ) shows that the independent variables of this research (i.e. job cognition and personality type) explain0.163 (or 16.3%)of the variability of the dependent variable (i.e. auditor judgment). Mala and Chand (2015) , for example, categorize factors that influence accounting and auditing judgment and decision making into three broadcategories, namely personal variables (e.g. knowledge, expertise, information-processing capabilities, and prior beliefs), task-related variables (e.g. task complexity and risk) and environmental variables (e.g. time pressure, internal control, corporate governance, and accountability).Hence, job cognition and personality type, which can be classified as personal variables, are only two among vast numbers of variables that influence auditors' decision making.
Second, the analysis shows that, despite the low R-squared value, the ANOVA table (see Table 6 ) indicates that the regression model predicts the dependent variable (i.e. auditor judgment) significantly well. This can be seen from the p-value of 0.024, which is less than 0.05, indicating that job cognition and personality type simultantly predict auditor judgment. Finally, the coefficients table (Table 7) indicates the level of statistical significance of each of the independent variables (i.e. job cognition and personality type). The hypotheses of this research will be accepted if the p-value is less than 0.05, and rejected if the p-value is greater than 0.05. The table shows that the pvalue for job cognition is 0.829, which is much greater than 0.05. This means that job cognition does not significantly influence auditor judgment. Therefore, the first hypothesis of this research -job cognition will significantly affect auditor judgment-is rejected. This result may be explained by the fact that in performing their duties and making decisions, regardless of the level of their job cognition, auditors are bound by strict ethical and professional standards (Patel, Harrison, & McKinnon, 2002) . In Indonesia, these ethical and professional standards are contained in the Professional Standards of Public Accountants, which are set and enforced by the Indonesian Institute of Chartered Accountants (Ikatan Akuntan Indonesia, or IAI). Any breach of these standards will have dire consequences for auditors, such as damages to their reputation and termination of employment (Patel, et al. 2002) .
Meanwhile, the p-value for personality type is 0.007, which is less than 0.05, indicating that personality type significantly affectsauditor judgment. The second hypothesis of this research, that a tendency toward Type A personality will significantly affect auditor judgment, is thus accepted. This result suggests that, from the perspective of Type A and Type B personality theory proposed by Friedman and Rosenman (1974) , auditors with a greater tendency toward Type A personality are generally achievement-oriented and hate to fail, and, therefore, are more likely to produce higher quality audit judgments. This supports the findings of previous research on personality and decision making that has f ound a significant relationship between Type A personality and ethical orientation (e.g. Chadegani, Mohamed &Iskandar, 2015; Rayburn & Rayburn, 1996) .
CONCLUSIONS, IMPLICATIONS, LIMI-TATIONS, AND RECOMMENDATIONS Conclusions and Implications
This research investigates the influence of job cognition and personality type on auditor judgment. The multiple regression analysis conducted to test the research hypotheses shows two results. First, this study finds empirical evidence of the effect of personality on auditor judgment. Auditors with a greater ten-dency toward Type A personality are found to have higher quality audit judgments. However, the research does not find any evidence of the effect of job cognition on auditor judgment.The analysis reveals that job cognition does not significantly affect auditor judgment.
The results of this study have several important implications. First, since job cognition, which is a subjective variable, does not significantly affect auditor judgment, then auditor judgment may be influenced and improved by more objective factors such as ethical and professional standards. These ethical and professional standards play an important role in increasing the quality of auditor judgment, because regardless of the level of their job cognition, auditors are strictly bound by these standards and will face serious consequences if they breach them. Second, this study brings valuable insights into the behavioral field, because for many years there has been little research conducted on the relationship between personality and decision making. The result of this study suggests that personality type does influence auditors' decision making. Therefore, as the practical implication of this finding, accounting firms should pay more attention to individual differences, especially personality type, and plan training programs that will e ncourage auditors with a greater tendency toward Type A personality to maintain their high quality audit judgments and will motivate auditors with a greater tendency toward Type B personality to improve their audit judgments.
Limitations and Recommendations
This research has several limitations. First, it involves only auditors working at public accounting firms in Jakarta and Surabaya as samples. Second, it does not distinguish auditor judgment based onthe auditors' position at the accounting firm, their education, and tenure. Third, this research only employs mail questionnaires which are vulnerable to manipulation by respondents. Therefore, it is hoped that more studies on job cognition, personality type, and auditor judgment will be carried out in the future with more samples from other large cities in Indonesia, such as Bandung, Medan, Makassar, Palembang, Semarang, and other cities. It is also suggested that future research will distinguish auditor judgment based on their position, education and tenure at the accounting firm. Finally, other methods of collecting data are expected to be utilized in future research, for example, interviews or other methods which are less susceptible to manipulation.
